In recent decades, public sector organizations in Slovenia and across the European Union have been placing ever more emphasis on the quality and excellence of their operations. For this purpose, they use different management tools and/or excellence models such as the 
Introduction
Public administrations all over the world are being challenged by society to demonstrate and improve their value to sustain and further develop the social welfare state and to adapt to societal changes (EIPA, 2013; Pollitt, Talbot, 2004) . In the European Union, the Lisbon Strategy is one of the key incentives, among other things striving to develop public administration (PA) operations on the basis of a focus on customers and all other stakeholders. There is no prescribed tool for quality development in European public administration organizations, but the European Commission especially recommends selfassessment and external benchmarks as well as improvements according to the Common Assessment Framework (CAF) (EIPA, 2013) for organizations in the public sector in the context of overall reforms of public administration.
In the Slovenian public administration different standards and models are used to develop quality management, mainly the ISO standards, the EFQM excellence model within the framework of annual national awards for business excellence and the CAF model (Kovač and Tomaževič, 2008) . Zelnik et al., 2012) . A study by Tutuncu and Kucukusta (2010) showed that the relationship between job satisfaction and the EFQM excellence model was significant. Eskildsen and Dahlgaard (2000) found that the enablers from the EFQM excellence model have a positive effect on the criterion "People Results", an important part of which includes job satisfaction. Some research has also been done on CAF itself, especially on its use (e.g. Thijs and Staes, 2010; Staes, Thijs, Stoffels and Geldof, 2011; Radej, 2011), but we found none that investigates the relationship between CAF enablers and job satisfaction.
The purpose of the study presented in this paper was therefore to investigate the correlation between the results of a self-assessment of CAF enablers, i.e. "CAF-Strategy and Planning", "CAF-Leadership", "CAF-People", "CAF-Partnerships and Resources", and "CAFProcesses" and satisfaction of employees in the Slovenian Law Enforcement Agency. The first part of the paper therefore offers a literature review regarding the CAF model, job satisfaction and their connection. In the second part of the paper we present a study on the self-assessment of CAF enablers and job satisfaction facets, both by employees of the Slovenian Law Enforcement Agency.
The CAF model and job satisfaction
The theoretical part of the paper first describes the CAF model and its role in improving the excellence of European public administration organizations. Second, the concept of and the previous studies on job satisfaction are presented and, third, the correlation between the CAF model and job satisfaction is described.
The CAF model
There are many quality management and business excellence tools/models being used in the private and public organizations, each of them bringing benefits but also having various weaknesses when using them in practice (Dahlgaard et (Radej, 2011) . When an organization decides on the model that will be introduced, it is of course also very important to use the model through the proper implementation process (Kanji, 1996) .
The CAF model consists of nine criteria. The first five criteria deal with managerial practices, i.e. enablers, which determine what the organization does and how it approaches its tasks to achieve the desired results. Criteria six to nine include the results achieved in the fields of citizens/customers, employees (people), social responsibility and key performance and measured by perception and performance measurement. Each criterion is further broken down into sub-criteria -28 in total. Integrating the conclusions from the assessment of enablers and results criteria into managerial practices constitutes a continuous innovation and learning cycle that accompanies organizations on their way towards excellence (EIPA, 2013).
Job satisfaction
Job (job) satisfaction is one of the most widely studied constructs in industrial psychology (McShane and Von Glinov, 2007) . It has most often been defined as a pleasant or positive emotional state resulting from the perception of work, conception and assessment of the work environment, work experience and the perception of all elements of the work and workplace (Mihalič, 2008) . Spector (2003) defines job satisfaction as "the extent to which people like their job". According to Weiss (2002) , job satisfaction is an individual's attitude toward their job resulting from the net sum of the positive and negative emotions they experience at work.
Job satisfaction is a pleasant feeling a person has when their expectations from work have been fulfilled. Job dissatisfaction is commonly associated with salaries, a lack of information, the reward system and insufficient commendations from superiors (SiOK, 2001 (SiOK, -2008 . According to Robbins (1991) , job dissatisfaction manifests itself in employees leaving the organization, their attempts to actively voice their opinions (proposals for improvements, activity in trade unions, conversations with superiors etc.), passive loyalty (waiting for the situation to improve and being confident that the management will take the right decisions) and negligence (absences, being late, a large number of errors etc.). The consequences of dissatisfaction observed in employees also include problems with their mental and physical health (Garland, 2002) as well as low morale (Lambert, 2001 ). Other areas influenced by low job satisfaction include absenteeism, performance and organizational commitment (Lambert, Edwards, Camp and Saylor, 2005) as well as burnout (Whitehead, 1989) . All of the above- In some studies job satisfaction has also been discussed as an independent variable, e.g. in those investigating the comprehension of stress among law enforcement agency officers (Gershon, Borocas, Canton, Li and Vlahov, 2009).
Over the last two decades the Slovenian Law Enforcement Agency has undergone many changes, especially regarding its goals, values, organization and infrastructure. Since 2008, when the public employee reward system was altered, the management of Law Enforcement Agency employees has become even more challenging. At the time all uniformed professions were classified in the same salary brackets, which is why -according to Law Enforcement Agency representatives and many experts in organization and payment systems -the Law Enforcement Agency staff were inappropriately rewarded. In subsequent years, as part of austerity measures in the public sector promotion was also abolished and additional measures were adopted in spring 2012 that have caused a radical deterioration of the financial position of the Law Enforcement Agency as an institution (in terms of both equipment and infrastructure) and its employees.
The CAF model and job satisfaction
In June 2012 the Centre for Economic and Business Research (CEBR, 2012) issued a report in which it claims that not only has the effective application of quality management procedures already contributed to past UK business and economic success and that it will continue to do so in the future, but that it could well provide an important foundation on which future business and institutional success can be built. The report's main findings are that effective quality management programmes can contribute to increases in share price, profit, revenue and customer retention, as well as job and customer satisfaction. There is also other empirical evidence that the application of holistic management tools such as EFQM 
Research

Methodology
Participants
The online survey "Study of job satisfaction and trust in the Slovenian Law Enforcement The share of women in the sample is lower than in the population. The share of female employees in the Slovenian Law Enforcement Agency rose in the last ten years from 20.1 to 24.0%. The educational structure of the sample is much better than of the total population. The questionnaire on job satisfaction formed part of the broader "Study of job satisfaction and trust in the Slovenian Law Enforcement Agency". The set of 24 items was designed to measure job satisfaction ( Table 2 ). The collection was based on the "Questionnaire on job satisfaction in the Law Enforcement Agency" which has already been used to study satisfaction in the Slovenian Law Enforcement Agency (Umek et al., 2009 ). In order to simplify the analysis and add to its transparency, the items of job satisfaction were defined relatively broadly (including the highest possible number of items). The respondents had to rate the degree to which they were satisfied with specific elements of their job on a five-point scale, ranging from "extremely dissatisfied" (1) to "extremely satisfied" (5) . Besides the questions on job satisfaction the questionnaire included questions regarding the CAF Enablers. The employees had to give their assessment of five enablers (criteria) and therefore on 20 sub-criteria, where (1) meant "in our organization we are not concerned with this field, the field is poorly taken care of, we are not active in this field" and (5) meant "in our organization this area is excellently taken care of, all employees actively cooperate in activities in this field, we are continuously improving the field".
The data were analyzed using SPSS 19.0. Pearson's correlation test (r) was employed to measure the correlation between two continuous variables. Factor analysis was used to formulate facets of satisfaction (Rattray and Jones, 2007) . In the factor analysis, a principal component analysis with varimax rotations was used to examine which factors of the scale comprised coherent groups of items. The Kaiser criterion was used to select the number of factors (Blaikie, 2003) . The Kaiser-Meyer-Olkin (KMO) test and Bartlett's test of sphericity were applied to measure the sampling adequacy (Munro, 2005) . In case of missing values, cases were excluded listwise. An ordinary least squares (OLS) multiple regression model was applied to test the intensity of the influence of the CAF enablers on facets of job satisfaction.
The goodness of fit was measured by the coefficient of determination. Multicollinearity was tested with variation inflation factors (VIF) (Maruyama, 1998; Tabachnick and Fidell, 1996) .
Dependent variables
Job satisfaction was used as a dependent variable. The purpose of our study was to explore 
Independent variables
CAF enablers were used as independent variables. The logic followed the idea of a causeeffect relationship between the enablers (causes) and the results (effects) in the CAF model (EIPA, 2013). We wanted to explore whether and which enablers influence the job satisfaction, which represents one of the result sub-criteria in the CAF model. Both dependent and independent variables were assessed by employees in the same online questionnaire.
Results and findings
Job satisfaction
The results of the study show that employees of the Slovenian Law Enforcement Agency are most dissatisfied with the reward and promotion systems as well as with the payment for normal working hours and overtime (Table 2) . They are most satisfied with job location, a feeling of belonging to the staff, and the working time. Table 2 to be placed about here.
Based on the answers to these questions a limited number of (three) factors was defined using a factor analysis. The reliability of the entire scale using the Cronbach alpha reliability test showed a high level of internal consistency with a coefficient of .91. The KMO measure of sampling adequacy was 0.933, indicating that the factor analysis was appropriate. Bartlett's test was significant (a p-value of less than 0.005). The Principal Component Analysis (PCA) method was applied to the extraction of components. According to the Kaiser criterion, only factors with eigenvalues greater than one are retained. A varimax rotation was applied in order to optimize the loading factor of each item on the extracted components.
The factor analysis revealed a three-factor structure accounting for 47.1% of the variance. In the continuation of the analysis the following three factors will represent groups of facets of job satisfaction: (1) Relationships and leadership; (2) Salary and security; and (3) Tasks and working conditions. The level of reliability of the measurement instrument was tested for each of them. The Cronbach alpha reliability test showed high internal consistency with coefficients of 0.77 to 0.87 (Table 3) . Based on the above factors, arithmetic means were calculated by individual groups with higher values meaning a higher level of job satisfaction.
The satisfaction facet "Salary and security" was assessed the lowest, which is probably a consequence of the changes to the payroll system after 2008 and the resulting dissatisfaction of Law Enforcement Agency employees with the reward and promotion systems. There were no substantial differences between the two other facets in terms of the assessment (Table 3) . Table 3 to be placed about here. Table 4 presents the results of the employees' assessments of the enablers. They assessed as highest the sub-criterion within the enabler "CAF-Leadership", namely "Manage the relations with politicians and other stakeholders in order to ensure shared responsibility". High scores were also given for the sub-criteria "Provide direction for the organization by developing its mission, vision and values" (sub-criterion within "CAF-Leadership") as well as for "Develop and implement key partnership relations" (sub-criterion within "CAF-Partnerships and Resources"). These are the areas strongly connected with leadership styles and on which managers of the Law Enforcement Agency have the strongest impact. The employees assessed them as highest, meaning that they recognize the efforts in the enumerated fields.
CAF Enablers
The employees gave the lowest assessment to the sub-criterion "Planning, managing and improving human resources transparently with regard to strategy and planning" (criterion "CAF-People"). Low scores were also given to "Managing facilities" and "Managing finances" (criterion "CAF-partnerships and Resources"). This indicates that the employees are dissatisfied with the management of human resources as well as the management of material resources, such as finance and facilities (premises, equipment). Table 4 to be placed about here.
Taking into account that there is a prescribed structure of CAF enablers (criteria and subcriteria), five groups of CAF enablers (criteria) were used for the purpose of our study. The reliability of the entire scale using the Cronbach alpha reliability test showed a high level of internal consistency with a coefficient of 0.97, and for specific enablers from 0.85 to 0.91.
The enabler "CAF-People" was assessed the lowest and the enabler "CAF-Leadership" was assessed the highest. The average assessment of all enablers was 2.77 (out of 5). Table 5 to be placed about here.
Impact of CAF enablers on job satisfaction
In the next phase of the study, we investigated the impact of the assessments of the CAF enablers on the three facets of job satisfaction. Since the enablers represent the left part of the CAF model and job satisfaction is on the right side of the model, we expected to find a correlation between the five criteria and the three (group) facets of job satisfaction that were designed out of 24 different facets following a factor analysis.
First, the correlations between the facets and the CAF enablers were investigated. Table 6 shows the correlation coefficients. All correlation coefficients are of a medium height and are statistically significant at p<0.0005. The strongest correlation was detected between the facet "Relationships and leadership" and the CAF enablers (criteria) "CAF-Leadership" and "CAFStrategy and Planning". Table 6 to be placed about here.
An ordinary least squares (OLS) multiple regression model was applied to test the intensity of the influence of individual factors (or CAF enablers) on the three facets of job satisfaction.
Multicollinearity was not a problem for any of the four OLS regression equations. For all four equations, the highest variation inflation factor (VIF) value was 3.9 and the lowest tolerance statistic value was . 25 . VIF values greater than 6 and tolerance values less than 0.20 indicate that multicollinearity may be a problem. (Maruyama, 1998; Tabachnick and Fidell, 1996) . Table 7 to be placed about here.
When observing the facets of job satisfaction, the largest share of the variability of job satisfaction is explained in the facet "Relationships and Leadership", which was statistically significantly influenced by all of the investigated factors (r 2 = .416, p < .01). The value of R 2 showed the goodness of fit of the model. Among the CAF enablers, by far the strongest impact was found in the case of "CAF-Leadership" (t = 16.4, p < 0.0005), as well as for "CAF-Partnerships and Resources" (t = -3.5, p < 0.0005) and "CAF-Processes" (t = 3.6, p < 0.0005).
When including the influence of the studied CAF enablers 39.8% of the variability of total satisfaction was explained (r 2 =.398, p<.01). The strongest influence was detected for the enabler "CAF-Leadership" (t=12.2, p<0.0005), while the enabler "CAF-Processes" was also statistically significant (t=5.8, p<0.0005). The enabler "CAF-Partnerships and Resources" had a statistically significant negative influence on the facet "Relationships and leadership" (t=-3.5, p<0.0005) and a statistically significant positive influence on the facet of satisfaction "Salary and security" (t=2.5, p<0.05). The enablers "CAF-Leadership" and "CAF-Processes" had a statistically significant positive influence on all facets of job satisfaction.
Discussion
The data in Tables 2 and 3 show that three factors were extracted out of 24 facets of job satisfaction: (1) "Relationships and leadership"; (2) "Salary and security"; and (3) With the second hypothesis (H2) we sought to verify the logic of the cause-effect nature of the CAF model where it is assumed that efficiently executed activities/processes within the enablers lead to higher results. In our study we took just one of the results (job satisfaction with 24 facets within "People Results") and gave the Law Enforcement Agency employees an opportunity to assess both the enablers and the results. As seen in Tables 6 and 7 
Conclusion
Job satisfaction has become an increasingly important category, especially for those organizations that are aware of the value of business excellence and perceive job satisfaction The study is subject to the following limitations. First, the current economic situation facing the country, especially the public sector and the Law Enforcement Agency, definitely impacted the results of the survey. The survey was conducted just before the announcement of savings measures in the Slovenian public sector. There is a high probability that the results would have been much worse than presented here had the survey been conducted just a few weeks later, perhaps also to the detriment of Law Enforcement Agency managers who had little influence on the austerity measures and their effect on job satisfaction. Second, since the study was conducted online we assume that for some employees this probably meant that anonymity could not be assured. Third, the structure of the sample, regarding the gender and education, is not appropriate. The share of women in the sample is much lower than in the total population. It is typical of occupations with an explicitly asymmetrical gender structure that a smaller group usually has lower response rates (e.g. nurses -fewer men, police -fewer women). The education of the sample is significantly higher than that of the population, which is probably due to the way the data were collected (an online survey). Fourth, due to the methodology applied (survey based on a questionnaire), the results are only valid for the Slovenian Law Enforcement Agency and cannot be generalized and used in other countries.
There are two suggestions for further research avenues: first, to use a standardized, internationally comparable questionnaire to measure job satisfaction and, second, to apply the study to organizations of different types in both the public and private sector. 
